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Perspectives from the financial services industry

What exactly is the “new normal” in the 
Financial Service Industry (FSI), and 

what strategies will allow leaders to attract 
and retain the talent needed to compete? How 
should globalism and an aging workforce play 
into a plan for the future?

To address these questions, 
Deloitte launched Talent Edge 
2020, a survey of more than 
300 senior executives and 
talent managers worldwide, 
representing large companies 
across a range of industries. 
Below are the key findings:

the great rebalancing.

FSI leaders are struggling to 
find the appropriate equilib-
rium between austerity mea-
sures and investments for future expansion. 
FSI executives ranked cutting and managing 
costs (36%) and expanding in global and new 
markets (33%) highest among the top strategic 
issues facing their companies.

the talent paradox means key shortages.

High unemployment rates in the U.S. and 
abroad have not created a talent surplus. 

Instead, many FSI executives predict serious 
talent shortages across business functions 
responsible for innovation and growth, such as 
R&D (75%) and leadership (47%).

Retention a rising priority. 

Voluntary turnover coming 
out of the recession has been 
high: nearly half the organi-
zations (47%) experienced 
increased turnover during  
the last 12 months—and 56% 
expect it to increase during 
the next 12 months. One out 
of two FSI executives says 
they have an updated reten-
tion plan in place.

Concerns about younger workers and 
maintaining diversity.

Nearly two-thirds of survey participants (64%) 
expect voluntary turnover among Gen Y 
(those under age 30) to increase over the next 
12 months, and 58% expect higher turnover 
among Gen X (ages 30–44) employees. More 
than half (55%) expect increased voluntary 
turnover for women, and 50% expect higher 
turnover for ethnically diverse employees.

Nearly half the  
FSI executives 
say competing 
for talent 
globally is their 
most pressing 
talent concern.

Key findings

FSI

All industries

Competing for talent globally and in 
emerging markets

Managing and delivering training 
programs

Developing leaders and succession 
planning 

Managing a globally diverse workforce

Retaining employees at all levels

Figure 1. What are your organization’s most pressing talent concerns today? 
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Cutting costs continues to rank as the 
top priority for FSI companies, but close 

behind are expansion into global and
new markets, and innovation and R&D. While 
austerity is still the dominant mood, it appears 
that the need for growth has moved to the 
front burner.

New worlds, not just new customers. Between 
2009 and 2010, the priority of expanding 
into new and global markets has risen, while 
acquiring new customers in existing markets 
has somewhat decreased.

In 2009, a majority of executives surveyed cited 
acquiring customers as a top priority. Today, 
that figure has dropped to 19%. Conversely, 
expanding into new and global markets 

increased significantly (9% to 33%), as did 
investing in innovation (9% to 31%).

FSI not grooming future leaders? This 
research shows that investing in the next  
generation of leaders ranks low on the man-
agement agenda for FSI executives. Only 6% 
ranked “acquiring and developing leaders and 
talent” as a key strategic priority compared to 
27% across all industries and 25% of FSI execu-
tives in 2009. This is puzzling in that more 
than one in five (22%) FSI executives expect 
to see severe shortages in executive leadership           
in the future.

The talent paradox. Even with high unem-
ployment, executives and talent managers fore-
see talent shortages in areas critical to the heart 

The great recession leads 
to “great rebalancing”

FSI

All industries

Cutting and managing costs

Expanding into global and new 
markets

Investing in innovation/R&D 

Addressing risk and regulatory  
challenges

Improving top- and bottom-line 
performance

Leveraging technology

Developing new products and services

Acquiring/serving/retaining customers

Capitalizing on M&A/divestiture/
restructuring

Acquiring and developing  
leaders and talent

Figure 2. Which strategic issues currently capture the most management attention 
at your organization? 
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of the business, such as product innovation 
or sales, and in finance, which, given the new 
regulatory environment, will likely be a major 
global need. In the U.S., two-thirds of front-
line employees are either under 30 or within 
five years of retirement. This could create talent 
gaps in areas primary to the growth agenda of 
most FSI organizations, such as relationship 
managers and customer service personnel.

all our talent-focused research—not just 
this study—suggests that a big part of the 

“new normal” is a growing emphasis on talent 
strategies aimed at recruiting and manag-
ing a global workforce. This study confirms 
that imperative.

Middle Eastern growth. Two-thirds of 
FSI executives (67%) rank global mobility 
strategies as a top priority. As more revenue 
flows into the Middle East and North Africa 
(MENA) region, investment banks are moving 
greater numbers of professionals there to take 
advantage of the resulting opportunities.

Social media tools on the rise for FSI. Of the 
FSI executives surveyed, 39% plan to signifi-
cantly increase their focus on social media 
over the next 12 months, compared to 28% of 
executives across all industries. Social media 
could be particularly critical to reducing 
voluntary turnover among Generation X and 
Generation Y workers.

The top talent management programs rely on 
metrics. More than half (53%) the executives 
surveyed reported they have world-class (17%) 
or good (36%) metrics/KPIs to support their 
talent management programs. On the other 
hand, almost one in four (19%) FSI executives 
has few (11%) or no (8%) metrics/KPIs. Lack 
of measurement now could mean critical talent 
shortages later.

Digging Deeper: Talent trends vary by FSI 
sector. Private equity and hedge funds, for 
example, are struggling to retain employees 
because fewer funds with positive returns can 
mean lower compensation. Consolidation in 
the banking and securities sector could be an 
indication of challenges in the retention of 
top talent and the need to build a leadership 
pipeline strategy. Finding local talent in 
emerging markets is also a key challenge. 
Insurance is facing a shortage of skills, as agency 
owners reaching the retirement age find it 
difficult to attract young talent to traditional 
insurance distribution models. With the collapse 
of the housing market, real estate may need 
to consider new incentive structures while 
continuing to make recruiting top talent a 
priority despite the downturn.

Creating and retaining leaders
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Designing for the Future of FSI

leadeRs with their eyes on the future 
recognize that powerful forces shaping 

the economy didn’t pause during the Great 
Recession—they accelerated. This awareness 
argues against a return to pre-recession think-
ing in favor of facing the new reality in which 
business must operate.
The right people in the right jobs in the 
right places. A global marketplace means that 
organizations must have effective systems for 
identifying talent in emerging markets.

Companies with retention plans in place 
are moving beyond anxiety—and into 
action. Given concerns about a shortage of 
future leaders, retention may be a priority in 
the Financial Services Industry, especially in 
areas responsible for innovation and growth         
(see figure 3).

The new landscape demands more versatile 
leadership. With increasing convergence, our 
research indicates that the most competitive 
organizations will be those that focus on build-
ing next-generation leaders capable of working 
across disciplines, functions, and geographies. 
Next-generation leaders may well be those 
who are comfortable with deep technical 
issues, broad strategic imperatives, and work-
ing across boundaries and borders.

All industries
Increase significantly

Increase

Figure 3. What do you think will happen to your organization’s voluntary turnover 
rates among the following workforce segments over the next 12 months?
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Survey demographics

talent Edge 2020 is a follow-up to the 
Managing Talent in a Turbulent Economy 

survey series. This survey is the first in a post-
recession longitudinal study being conducted 
by Deloitte with Forbes Insights.
The survey explores the changing talent 
priorities and strategies of global and large 
national companies. This report features results 
from an October 2010 survey that polled 334 
senior business leaders and human resource 
executives at large businesses in the Americas, 
Asia Pacific, and Europe, the Middle East 
and Africa (EMEA). Eleven percent of the 
survey respondents were from the financial 
services industry. For more information visit           
www.deloitte.com/us/talent.

Sixty percent of the executives surveyed held 
board, CEO, CFO, CHRO, or other C-suite 
positions. Survey respondents were employed 
by companies with annual revenues of more 
than $500 million. More than seven in ten 
(72%) respondents work for companies larger 
than $1 billion in revenues, and 30% reported 
their companies generate revenues higher than 
$10 billion.

Participating executives are evenly dispersed 
throughout the world’s three major economic 
regions: 36% in the Americas, 30% in Europe/
Middle East/Africa, and 34% in the Asia 
Pacific region. Survey participants represent a 
broad set of industries, including Consumer/
Industrial Products (28%), Technology/Media/ 
Telecommunications (28%), Life Sciences/
Health Care (18%), Financial Services (11%), 
and Energy/Utilities (7%).

Figure 5. Company categories
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Figure 4. Company revenues during the most recent fiscal year
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About the survey

Talent Edge 2020 is a follow up to the Managing Talent in a Turbulent Economy 
survey series. this survey is the first in a post-recession longitudinal study being 
conducted by deloitte with Forbes insights. the survey explores the changing talent 
priorities and strategies of global and large national companies. this inaugural edition 
features results from an October 2010 survey that polled 334 senior business leaders and 
human resource executives at large businesses in the americas, asia Pacific, and europe, 
the Middle east and africa. For more information see www.deloitte.com/us/talent. 
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